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The overall objective of this study was to determine the influence ofmentorship on
job satisfaction among Clayton County mental health professionals and the relationship
between mentoring functions and specific job facets. To obtain this objective, the following
areas on job satisfaction and mentorship were addressed by the researcher: (a) overall job
satisfaction, (b) nine job satisfaction facets, (c) career functions of mentorship, and (d)
psychosocial functions ofmentorship. An exploratory study was conducted in this research.
A questionnaire was administered to 33 individuals who were employed at the Clayton
County Mental Health Center. A non-probability convenience sample was utilized in
collecting data for this study.
The findings of this research revealed that Clayton County mental health
professionals were satisfied with their jobs. The majority of the respondents (63.6%) had
mentors. However, respondents with mentors did not have significantly higher levels ofjob
satisfaction than respondents without mentors. There was a statistically significant positive
correlation between career functions and operating conditions, as well as psychosocial
functions and operating conditions.
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This exploratory study will examine mentorship and job satisfaction in mental
health professionals. The study will focus on mentors, proteges, mentoring functions, job
characteristics, and job facets.
Mentorship is defined by Collins as a helping relationship between two individuals
in different career stages. “The mentor - the professionally advanced of the two -
facilitates the development of the protege - the junior professional - by serving as a source
of social support beyond what is required solely on the basis of their formal role
relationship.”* Mentors can offer career advice as well as social support. Mentorship has
been documented as far back as Greek mythology. Mentorship programs have been
initiated in educational institutions, corporations, organizations, and agencies. Mentoring
also occurs naturally between peers, co-workers, and supervisors.^
Research has found mentoring to be beneficial to the protege as well as rewarding
for the mentor. Mentorship has been linked to higher levels of career satisfaction and
career success. The term career satisfaction is similar to job satisfaction in terms of
'Pauline Collins, “Does Mentorship Among Social Workers Make a Difference?:
An Empirical Investigation ofCareer Outcomes,” Social Work 39, no. 4 (1994): 413.
^Tammy D. Allen and others, “A Field Study of Factors Related to Supervisors’
Willingness to Mentor Others,” Journal of Vocational Behavior 50, no. 1 (1997): 1.
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advancement/promotional opportunities, financial rewards, and low turnover rate.
The most renowned question that adults ask children is “What do you want to be
when you grow up?” Children ponder over this question and name jobs that sound the
most fun and exciting. As we mature, we try to choose a career that will be rewarding and
fulfilling. People aspire to obtain a job that is going to be satisfying. According to
Arches, “Job satisfaction has been defined as an affective state describing feelings about
one’s work.”^ Job satisfaction is a topic that has received considerable attention over the
past years. Organizations and companies have taken a particular interest in job satisfaction.
It is believed that workers are more productive and effective when they possess a
high level of job satisfaction.'* Spector stated, “Job satisfaction can be considered as a
global feeling about the job or as a related constellation of attitudes about various aspects
or facets of the job.”^ It is usually measured by general and specific job facets, such as
personal growth, pay, supervision, and promotional opportunities.
Researchers have tried to determine the contributing factors to job satisfaction such
as individual and organizational characteristics.® Job satisfaction has been correlated with
factors such as psychological burnout, work stress, social structure, job turnover, and
^Joan Arches, “Social Structure, Burnout, and Job Satisfaction,” Social Work 36,
no. 3 (1991): 202.
'’Beverly Butler, “Job Satisfaction: Management’s Continuing Challenge,” Social
Work 35, no. 2 (1990): 112.
®Paul E. Spector, .Tob Satisfaction: Application. Assessment. Causes, and
Consequences (Thousand Oaks, California: Sage Publications, 1997), 2.
®Ame L. Kalleberg, “Work Values and Job Rewards: A Theory of Job
Satisfaction.” American Sociological Review 42 (1997): 124-143.
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absenteeism.’ Studies on job satisfaction have used lawyers,® social workers,’ and mental
health professionals^® in their samples. However, many of these studies only focused on
identifying the components/facets, antecedents, and consequences of job satisfaction. The
literature recently began to explore areas that can possibly improve a person’s job
satisfaction such as emotional support and mentorship.
Statement of the Problem
The majority of the research on mentorship focuses on proteges in the business
profession or educational system. There has been a very limited number of studies on
mentorship among social workers and mental health professionals. However, these studies
have revealed that the support mentorship has provided, increased the social workers sense
of job satisfaction and career success.
Unfortunately, lack of job satisfaction occurs in the workplace everyday. This can
create high turnover rates in jobs and poor completion of expected job requirements. “Job
satisfaction is an important area of study for social work because of the humanitarian
’Kristine Siefert, Srinika Jayaratne, and Wayne A. Chess, “Job Satisfaction,
Burnout, and Turnover in Health Care Social Workers,” Health and Social Work 16, no. 3
(1991): 193.
*G. Melton Mobley and others, “Mentoring, Job Satisfaction, Gender, the Legal
Profession.” Sex Roles 31. no. 1 (1994): 79-84.
’Butler, 112.
'“David Prosser and others, “Perceived Sources ofWork Stress and Satisfaction
Among Hospital and Community Mental Health Staff, and Their Relation to Mental
Health, Burnout and Job Satisfaction,” Journal of Psychosomatic Research 43, no. 1
(1997): 51-59.
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values of the profession, the concern about the client outcome, the economic impact of
absenteeism and turnover, and the necessity of attracting competent individuals to the
field.”" Mental health professionals, which include social workers, are greatly affected
by lack of job satisfaction. As a social work intern at a mental health facility and a BSW,
I am aware of the role conflict and work load social workers must attempt to handle in the
work environment. Due to the increasing number of social problems, lack of funding, and
lack of appropriate resources, mental health professionals can become overwhelmed by the
tasks they are expected to complete. Studies have found support and individual coping
strategies help improve job satisfaction.
The primary responsibility of mental health professionals is to deliver services to
their clients. Lack of job satisfaction due to possible stress, burnout, and other
contributing factors will affect their ability to efficiently aid their clients. “The potential
mediating effects of support are uniquely important to the mental health professional
because worker burnout has a negative impact on service delivery. A linkage needs to
be made between the support mentorship can provide mental health professionals in terms
of increased job satisfaction.
Purpose of the Study
The purpose of this study was to examine the relationship between mentorship and
"Butler, 112.
"Srinika Jayaratne and Wayne A. Chess, “The Effects ofEmotional Support on
Perceived Job Stress and Strain,” The Journal ofApplied Behavioral Science 20, no. 2
(1984): 143.
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job satisfaction from the perspective of the mental health professionals at the Clayton
Mental Health Center. This study proposes to identify mentorship as a specific form of
support that can be utilized to improve job satisfaction. The study assessed the degree of
job satisfaction and the influence mentorship had among the mental health professionals
at Clayton Mental Health Center.
CHAPTER II
REVIEW OF THE LITERATURE
The term mentor originates from the Greek mythological story Odyssey of Homer.
“Mentor” was the name of Telemachus’ tutor in the Odyssey. Their definition ofmentor
was a “close, trusted, and experienced counselor or guide. The term has since expanded
and taken on various definitions. Koberg and others identified a mentor as someone that
helps a newcomer adapt to the work environment, meet individuals that will be influential
to his/her career, and learn the procedures of the organization. Immediate bosses,
managers, and senior organizational members can serve as mentors that are trusted
counselors or coaches.^ Hunt and Michael define mentorship as the product of an
exchange between the mentor, a protege, and the organization. Mentoring involves
organizational culture, interpersonal issues, and the status of both parties.^ Levinson and
others defined a mentor as a sponsor, advisor, teacher, and much more.'^ Collins, Kamya,
'Lori L. Davis, Marc S. Little, and William L. Thorton, “The Art and Angst of the
Mentoring Relationship,” Academic Psychiatry 21, no. 2 (Summer 1997): 62.
^Christine Koberg and others, “Correlates and Consequences ofProtege
Mentoring in a Large Hospital,” Group and Organization Management 19, no. 2 (1994):
220.
^David Marshall Hunt and Carol Michael, “Mentorship: A Career Training and
Development Tool,” Academy ofManagement Review 8, no. 3 (1983): 480.




and Tourse identified mentorship as a relationship that promotes professional development
by enhancing the ability to deal with difficult situations and acquire new skills at the
personal, interpersonal, and institutional levels.* Hunt and Michael recognized
mentorships as being on a continuum of other dyadic relationships. Mentorship is the most
intense relationship followed by sponsors, guides, and peer pals.®
Kram has been one of the most influential researchers on mentorship. She defines
mentorship as a developmental relationship. The protege and mentor are able to learn and
grow. A mentor provides support and enhances the career and/or personal development
of the protege. The protege gains knowledge and a sense of self confidence. The mentor
in turn experiences internal satisfaction and a sense of accomplishment. Mentor
relationships are affected by life and career stages of the individuals involved. Therefore,
the mentor and protege bring particular concerns to the relationship. Young adults may
be unsure about their skills, competence, and general personal life. The protege tends to
seek out a relationship with someone who is experienced and can provide performance
feedback which will enhance his/her sense of confidence.’
Mentorships that occur in the workplace are situated by the organizational context.
Kram identified features of the organization, such as the reward system, task design, and
*Pauline M. Collins, Hugo A. Kamya, and Robbie W. Tourse, “Questions of
Racial Diversity and Mentorship: An Empirical Exploration,” Social Work 42, no. 2
(March 1997): 145.
*Hunt and Michael, 476.
’Kathy Kram, Mentoring at Work: Development Relationship in Organizational
Life (Glenview, Illinois: Scott, Foresman and Company, 1985), 10-14.
8
performance management systems that can influence the mentoring relationship by shaping
the individual’s behavior. It is necessary to recognize how an organization’s structure can
be either conducive or hindering to a mentoring relationship.* Hunt and Michael agreed
that mentorships vary depending on the cultural context. They defined cultural context as
organizational traits, careers, and social network between the mentor and other members
of the organization.’
Kram describes mentoring functions as the components of the developmental
relationship that strengthens both parties’ augmentation and progression. These functions
are what distinguishes mentorships from other work relationships. Kram identified two
mentoring functions: career functions and psychosocial functions. Career functions help
the protege learn the responsibilities of the job and prepares him/her for advancement
opportunities. Career functions focus on improving the protege’s skills and opportunity
for advancement. The mentor shares with the protege his/her knowledge and lends support
to enable the protege to continue successfully in the organization. This is accomplished
through sponsorship, exposure-and-visibility, coaching, protection, and challenging
assignments. The mentor is able to provide career functions because of his/her status and
experience in the organization.^”
Psychosocial functions are the characteristics of the relationship that improves the
*Ibid., 16.
’Hunt and Michael, 479.
‘”Kram, 10-14.
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protege’s sense of efficiency, self image, and productiveness in a professional role.
Psychosocial functions can be provided once an interpersonal relationship involving mutual
trust and increased disclosure is established between the mentor and protege. The protege
receives role modeling, acceptance-and-confirmation, counseling, and friendship from the
mentor.”
Kram recognized sponsorship as the most common career function. Sponsorship
involves the mentor supporting the protege for lateral progress in the organization. The
mentor speaks highly of his/her protege in formal meetings as well as with other superiors.
Sponsorship helps the protege become recognized in the organization and helps him/her
establish a reputation.” Levinson and others also found that sponsorship occurred in
mentoring relationships. When a mentor serves as a sponsor, he utilizes his status and
experience to help the protege’s advancement.”
The career function exposure-and-visibility involves the mentor allocating tasks that
will allow the protege to interact with influential superiors that could further his/her career.
The protege is able to learn the procedures of different areas of the organization as well
as become familiar with prominent individuals that can advance his/her career.”
The mentor provides the career function, coaching, when he recommends various
techniques and tactics the protege can utilize in trying to advance in the organization. This
”Kram, 10-14.
”Ibid., 25.
”Levinson and others, 98.
”Kram, 28-29.
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advice can focus on requirements of the job, completing work objectives, gaining
recognition, or achieving career goals. Through coaching, the protege receives feedback
and learns the informal politics of the organization.*® Levinson and others also noted that
a mentor could serve as a host and guide. This function allows the protege to learn the
culture of the organization, policies, and the important characters.**
According to Kram, the most common observed psychosocial function is role
modeling. The mentor provides an example of behaviors, attitudes, and values that the
protege can emulate. The emotional bond between the mentor and protege allows role
modeling to take place. Role modeling can be both an unconscious and conscious process.
The protege actively models business responsibilities and formal organizational roles.
However, the protege may not realize the degree of identification and admiration he/she
has for their mentor. Only some aspects of the mentor’s attitudes and disposition are
modeled by the protege. The protege is able to incorporate these learned traits into
his/her character and use them to excel in the organization.*’ Role modeling is very
similar to the mentoring function, exemplar, identified by Levinson and others. The
mentor’s values, attitudes, and demeanor are something that the protege can admire and
model.**
Acceptance-and-confirmation allows the protege to venture out and try new
‘^Ibid.
**Levinson and others, 98.
*’Kram, 33.
**Levinson and others, 98.
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behaviors. The mentor gives the protege support and positive feedback. There is a mutual
trust in the mentoring relationship that gives the protege confidence to take risks and learn
alternative ways to function in the organization. The understanding established by this
psychosocial function permits both parties to disagree and have conflicts that will not
destroy the relationship.*’
The psychosocial function, counseling, enables the protege to delve into personal
issues that affects his/her self image in the workplace. The mentor provides the protege
with an open forum to talk freely about his/her apprehensions or dismay that can negatively
affect his/her work performance. The mentor is able to disclose personal information that
displays understanding and concern. Active listening and feedback is provided to the
protege which in turn aids him in resolving his issuesLevinson and others also reviewed
counseling as a mentoring function. The mentor can provide moral support when the
protege is in a crisis.^*
Informal exchanges and social interactions amongst the mentor and protege
represent the psychosocial function, friendship. Both parties are able to discuss personal
events from outside of work and enjoy each other’s company. The mentoring relationship
has advanced to another level and protege is able to feel more like a peer than a
subordinate. Friendship improves the ability of both parties to work more effectively on
*’Kram, 35.
^oibid., 36.
^'Levinson and others, 98.
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difficult tasks.“
Career and psychosocial functions can be interrelated and are not exclusive. The
needs and personal experiences of the individuals influence the type of mentoring functions
that are provided. The mentoring functions are also shaped by the interpersonal skills of
the individuals and the formal roles of the organizational context. The expectations and
characteristics of both parties shape career and psychosocial functions. As the mentorship
progresses the protege may need less of one mentoring function and more of another.
All mentoring relationships do not include both career and psychological functions.
Mentorships that include both functions are considered to be unique, more intimate, and
crucial to development. Mentorships that provide only career functions are less intimate
and are mainly appreciated for the favorable ends that they serve within the organizational
context. Kram defines primary mentors as those who provide both psychosocial and career
functions. Primary mentors are relatively rare. Secondary mentors provide only career
functions and are more prominent in the workplace.^
Kram identified four phases of the mentoring relationship: initiation, cultivation,
separation, and redefinition. Each of the phases is time limited and they can become
harmful to both parties if they are continued beyond the time when individuals’ needs are





usually a period of six months to a year. The mentor and protege begin to see the value
of the relationship. The cultivation phase last a maximum of two to five years, where the
career and psychosocial functions reach their pinnacle for both parties. The separation
phase is identified by the six month to two year time lapse after a consequential change
occurred in the relationship. After the separation phase the relationship can either end or
take on different characteristics, which represents the redefinition phase.“
Mentorships evolve over time and make transitions into the four phases. Each
phase is distinguished by distinctive experiences and developmental functions that are
influenced by the needs of the individual and environmental factors of the organization.“
A study by Chao confirmed the existence of some of the functions identified in Kram’s
phases of mentoring. The proteges were found to have different levels of career and
psychosocial functions in each phase. However, the cultivation phase failed to show
higher levels of career and psychosocial functions. Proteges were also found to exhibit
long term benefits from mentorships.^’
Davis, Little, and Thorton summarized mentorship as the mentor confirming the
protege’s power and utilizing his/her undeveloped strengths. The mentor must also
manifest those qualities the protege aspires to be. The key element of the relationship is
2%id., 47-49.
’%id., 50-62.
^’Georgia T. Chao, “Mentoring Phases and Outcomes,” Journal of Vocational
Behavior 51. no. 1 (1997): 18-26.
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when the mentor steps aside and allows the protege to act on his own.^*
Job satisfaction is an important area of study for mental health professionals. The
focus of their job is on interactions with clients, a humanistic approach, and client
outcomes. Lack of job satisfaction in mental health professionals can manifest itself in a
variety of ways, such as absenteeism and high turnover rates. This has a negative impact
on their work performance and their dedication to the helping profession.^® For that reason
and more, job satisfaction has been studied extensively for the past few decades.
Researchers have identified various components, possible causes, and scales to measure
the phenomenon. Job satisfaction has been defined as the affective feelings an individual
has about one’s job. Marriott, Sexton, and Staley define job satisfaction as the degree of
positive feelings toward the job or the various facets of the job.^”
Several theories have emerged on the topic of job satisfaction. Some theories focus
on the humanistic value that work which enhances satisfaction and improves the dignity
of the individual. Work that does not fulfill that purpose is thought to impede the process
of personal growth and therefore, is looked at negatively. Theorists study job satisfaction
in order to find ways to improve the productivity of the employee and organizational
functioning.^^
^*Davis, Little, and Thorton, 63.
2®Butler, 112.
^“Anne Marriott, Lome Sexton, and Douglas Staley, “Components of Job




Williamson identified two theories that focus on the value of work in personal
growth. The first theory is the Expectancy or VIE (Valence, Instrumentality, Expectancy)
theory. Motivation is viewed as a function of the possible valuable outcomes of an action.
Intrinsic and extrinsic values can influence motivation and satisfaction in the work place.
A key factor in the expectancy theory is that people attribute different values to various
rewards that their job may bring. Kalleberg expanded on the expectancy theory to include
six dimensions of work which give particular rewards. These dimensions are intrinsic,
convenience, financial, relations with co-workers, career opportunities, and resource
adequacy. Job satisfaction is determined based on the perceived rewards the individual
receives on each dimension and the value he/she places on it. The second theory of job
satisfaction is the Job Fit Hypothesis. This theory focuses on the compatibility of the
individual’s characteristics and the job characteristics. Employees tend to experience
dissatisfaction when the job responsibilities are not congruent to what they expected.
Wanous and Lawler conducted a study on the various ways to measure job
satisfaction. Job satisfaction has been operationalized in terms of overall job satisfaction
and job facet satisfaction. Overall job satisfaction is defined as the sum of job facet
satisfaction across all aspects of job. Wanous and Lawler identified twenty three job facets
that can be used to measure job satisfaction. They noted that the discrepancy or conflicting
results in studies could be due to the different measures of job satisfaction used. Wanous
and Lawler concluded that there is no one ideal way to measure job satisfaction that it all
^^David A. Williamson, Job Satisfaction in Social Services (New York: Garland
Publishing, 1996): 20-23.
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depends on the variables in the study.
The majority of researchers use an overall measure of job satisfaction as well as a
composite of job facets in order to get a more accurate measure of job satisfaction. The
focus of job satisfaction studies have been on the individual characteristics, intrinsic
factors, and extrinsic factors that influence job satisfaction.^^
Gruneberg notes the importance of distinguishing between content and context
factors when analyzing job satisfaction. Content or intrinsic factors are aspects associated
with the job itself. Context or extrinsic factors are identified as pay, security, work
groups, supervision, participation, role conflict, and organizational climate. Pay is an
important factor of job satisfaction. It can represent more than just the ability to purchase
tangible items. Pay can reflect recognition and sense of worth in the organization. Studies
have found inconsistencies in the effect pay has on job satisfaction. This could be due to
the different value individuals place on pay.^®
Security is an influential factor of job satisfaction. It contributes to job satisfaction
because the individual is content that there is no threat to his/her job. Work groups have
an impact on job satisfaction because individuals need social relationships. The
relationship individuals establish with coworkers helps them feel protected from outside
^^John P. Wanous and Edward E. Lawler, “Measurement and Meaning of Job
Satisfaction,” Journal ofApplied Psychology 56, no. 2 (1972): 95-105.
3"Ibid.
^^Michael M. Gruneberg, T Inderstanding Job Satisfaction. (New York; JohnWiley
& Sons, 1979), 55-60.
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threats, feel valued by others, and gain gratification from working with others to
accomplish a goal. When organizations assign work-mates the job satisfaction of
employees increase.“
It has been found that friendliness in supervisors and a democratic style of
leadership significantly improved job satisfaction. Immediate participation in decision
making within the organization has not been found to be significantly related to job
satisfaction. However, it is an important factor for employees because they feel their best
interests are represented when they are allowed to participate in the decision making
process.^’
Role ambiguity is when the employee and the supervisor have different ideas of
what the job is supposed to entail. Role conflict occurs when the performance of an
individual interferes with another employee’s role. Role conflict and role ambiguity have
been foimd to decrease job satisfaction. Organizational climate includes support, control,
morale, degrees of risk taking, and progressiveness of the organization. The
organizational climate’s influence on job satisfaction varies depending on the individual’s
needs. Some people have a higher degree of job satisfaction when the organizational
climate is structured as a bureaucracy whereas others would be dissatisfied.^*





antecedents are the attitudes, personality, and experiences the individual brings to the job.
Research has shown that an individual’s locus of control affects their level of job
satisfaction. Locus of control is a person’s belief that he/she has the ability to control
positive and negative events in their life. A person with an external locus of control
believes that outside forces control events in their life. An individual with an internal
locus of control believes that he/she has control of their life events. Research has found
that internals receive more rewards due to better job performance which lead to higher
levels of job satisfaction. A person is considered to have the personality trait, negative
affectivity, when he/she frequently experiences negative emotions. Negative affectivity
has been found to correlate negatively with job satisfaction.^®
In 1977, Kalleberg conducted a study to determine the way job rewards and work
values combine to influence job satisfaction. Job satisfaction was defined as the ability of
individuals to combine their specific satisfactions and dissatisfactions about their job into
an overall affective orientation. Individuals assign certain value to specific work
characteristics which dictate how they will regulate their actions in the organization. Even
though the individual may place a specific value on a job characteristic, it is important to
determine the type of rewards available. Kalleberg found that rewards had a positive effect
on job satisfaction whereas values had negative effects. He concluded that individuals with




According to Williamson, the value of work, the control of work, and the intensity
of commitment to the job all have an impact on global job satisfaction. In his study, he
used a sample consisting of employees of the Tennessee Department of Human Services.
The questionnaire that was utilized consisted of demographic variables, an overall scale
of job satisfaction, pay subscale, commitment scale, and a scale measuring the value of
work variables. Satisfaction with pay and supervision had a positive impact on job
satisfaction. Satisfaction with co-workers did not have a significant influence on job
satisfaction. An individual’s commitment to the job and the value placed on specific
aspects of their job was a predictor of job satisfaction.^^
In 1990, Beverly Butler identified three aspects of job satisfaction; the job, work
context, and individual characteristics. The design of a job has been identified as one of
the most important aspects of job satisfaction. Five characteristics of the job that enhance
job satisfaction are task variety, task identity, task significance, autonomy, and feedback.
Task variety is the degree to which the job incorporates an array of different activities.
Task identity is the extent to which the job requires an entire assignment be complete. The
significant impact of the job on others within and external to the organization is considered
task significance. Autonomy is the degree of independence the individual has on how the





Factors that influence work context are supervision, pay, opportunities for
advancement, and type of organization. The individual characteristics of the employee
such as age, sex, tenure, and personality have been found to significantly affect job
satisfaction. Butler conducted a study to determine if these characteristics indeed had a
positive correlation with job satisfaction in social workers. The results showed that task
significance and task variety were the only two characteristics to significantly correlate
with job satisfaction.
In a study conducted by Marriott, Sexton, and Staley, a factor analysis of thirteen
components of job satisfaction was used to identify four correlated variables of job
satisfaction: position satisfaction, educational opportunities, administrative access, and pay.
The most salient factor of job satisfaction was position satisfaction which included task
variables and status. The ability of the employees to use special skills or expertise and
professional respect from other disciplines correlated highly with job satisfaction. The
findings of the study were congruent with Herzberg’s theory that job satisfaction is based
primarily on intrinsic factors.
Butler and Ehrlich conducted a study to determine the influence of position, job
attitudes, and job performance. It was hypothesized that individuals in positions that have
a direct effect on the organization (line position) would have a higher level of job
satisfaction. The sample included medical workers and administrative paraprofessionals.
^'Ibid.
‘•'‘Marriott, Sexton, and Staley, 199-204.
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The work environment was measured in four components; leadership facilitation and
support, unit influences, job enrichment, and job pressure. These four areas were
correlated with job satisfaction. The results showed leader’s support and role conflict
significantly influenced the job satisfaction of the medical workers, whereas job pressure
was the determinant for administrative employees. Quality of interaction between the
individual and superiors had a major impact on the medical workers job satisfaction.
Butler and Ehrlich concluded that position has an influence on work environment and
individual attitudes.
Arches noted that the literature on job satisfaction in social work is similar to
burnout literature. Some researchers use the terms interchangeably. Literature on job
satisfaction can be divided into the three theoretical categories of personal, social, and
organizational.'*® Siefert, Jayaratne, and Chess studied burnout and job satisfaction in
social workers. Their study found that concern about financial rewards and conflict with
professional values are two new emerging predictors of job satisfaction in health care
social workers. Challenging work assignments still remains the most stable predictor of
job satisfaction. They note that the new predictors of job satisfaction emerged the same
time as managed care issues.^’
‘‘^Mark C. Butler and Sanford B. Ehrlich, “Positional Influences on Job
Satisfaction and Job Performance: A MultiVariate, Predictive Approach,” Psychological
Reports 69, no. 3 (1991); 855-865.
Arches, 202.
'•’Siefert, Jayaratne, and Chess, 194-201.
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Barber found that the strongest predictors for job satisfaction in direct service
workers was a sense of achievement, feeling that the workload was too heavy, and that the
job was not interesting. Sense of achievement was positively correlated to job satisfaction
whereas the other two factors were negatively correlated. Factors that predicted job
satisfaction for social work supervision was recognition, co-workers, interesting job, sense
of worth within the agency, and the amount of responsibility. The extrinsic factors,
relationships with co-workers and salary, were important predictors of job satisfaction.
Barber concluded that different interventions should be used to target direct care workers
and supervisors because each group experiences job satisfaction for different job features.
Overinvolvement in mental health social workers has been a key factor in lack of
job satisfaction and burnout. Social support has also played a significant role in buffering
against burnout and maintaining job satisfaction. Koeske and Thomas conducted a study
using a sample of one hundred and seven social workers. They measured over¬
involvement, emotional exhaustion, job satisfaction, and social support. Researchers
controlled demographic variables, salary, years in social work, years in current position,
and work load. The results showed that overinvolvement was positively related to
burnout, which in turn lowered intrinsic job satisfaction. The direct effect of over¬
involvement on job satisfaction was low. Therefore, burnout was the mediating factor for
overinvolvement and job satisfaction. Social support had significant effects on job
''^Gerald Barber, “Correlates of Job Satisfaction Among Human Service
Workers,” Administration in Social Work 10, no. 1 (1986): 25-35.
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satisfaction, but they were inconsistent/’
Jayaratne and Chess conducted a study on mental health social workers to determine
the effect of emotional support on job stress and strain. Job stress which causes strain has
been found to be a determinant of job dissatisfaction. The study focused on work related
sources, such as supervisors and co-workers, as means of emotional support. The
identified stressors were role ambiguity and role conflict. Strain was defined in terms of
job satisfaction and health related strain. Jayarame and Chess found that individuals with
higher levels of support have lower levels of stress and strain. Emotional support was
found to be negatively associated with job stress and strain, but the buffering effects were
not supported.^”
In 1994, Rauktis and Koeske, conducted a study to determine the direct and
moderating effects of supportive supervision on job satisfaction and work load in social
workers. Supervision has been considered an important predictor of job satisfaction.
Supportive supervision deals with stress management as well as education and
administration. The results of the study showed that individuals with higher levels of
supervisor support had higher levels of job satisfaction. Therefore, there was a positive
correlation between supervisor support and job satisfaction. However, when work load
'•’Gary F. Koeske and Thomas Kelly, “The Impact ofOverinvolvement on
Burnout and Job Satisfaction,” American Journal ofOrthopsychiatry 65, no. 2 (April
1995): 282-290.
^°Srinika Jayaratne and Wayne A. Chess, “The Effects of Emotional Support on
Perceived Job Stress and Strain,” The Journal ofApplied Behavioral Science 20, no. 2
(1984):141-153.
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was high, supportive supervision did not have moderating effects on job satisfaction.
Supportive supervision was unable to increase morale when the work environment became
overwhelming. Rauktis and Koeske concluded that supportive supervision provides social
workers with interpersonal and emotional assistance that enables them to handle job stress
effectively
Social support and emotional support from work related sources have been found
to have a positive influence on job satisfaction. Social support is defined as a multi¬
dimensional construct that includes emotional, appraisal, informational, and instrumental
support.“ Mentors provide career and psychosocial functions that incorporate the
components of social support and more. Therefore, research studies should find similar
results concerning mentorship and social support when correlated with job satisfaction.
Related Research
Research has found that mentorship has significantly increased the job satisfaction,
career success, and salary of those involved in a mentoring relationship. Proteges have
been found to be more satisfied with their jobs, receive more promotions, and have more
influence within the organization. In 1997, Fagenson-Eland, Marks, and Amendola
studied individuals that had formal and informal mentoring relationships. They focused
®’Mary Elizabeth Rauktis and Gary F. Koeske, “Maintaining Social Worker
Morale: When Supportive Supervision is not Enough,” Administration in Social Work
18, no. 1 (1994): 39-56.
^^Jayaratne and Chess, 146.
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on how the mentoring functions differed between formal and informal mentoring
relationships. Their sample came from a technological organizations. They found that
proteges who were their mentors subordinates received more career and psychosocial
functions. Proteges that had participated in several mentorships received higher levels of
career guidance. However, proteges with long lasting mentoring relationships reported
higher levels of psychosocial support. This corresponds with Kram’s findings that career
functions occur first and then psychosocial functions emerge as the relationship becomes
more interpersonal.*^
Chao, Walz, and Gardner conducted a similar study to Fagenson and others on
formal and informal mentorships. Informal mentorships were defined as relationships that
grew out of informal relationships/interactions between senior and junior organizational
members. Formal mentorships are assigned relationships between mentor and protege.
Chao, Walz, and Gardner hypothesized that informal proteges would benefit more from
the mentoring relationship than formal proteges and both groups would fair better than
nonmentored individuals. The sample consisted of 576 alumni from a Midwestern
university and private institute. The sample was divided into groups of informal
mentorships, formal mentorships, and nonmentored individuals. A twenty-one item scale
developed by Noe was used to measure the psychosocial and career functions provided by
the mentor. The Minnesota Satisfaction Questionnaire was used to measure job
”Ellen Fagenson-Eland, Michelle A. Marks, and Karen L. Amendola,




The results of the Chao, Walz, and Gardner study showed that proteges in informal
mentorships received more career related support than proteges in formal mentorships.
Both mentored groups were found to have greater levels of intrinsic job satisfaction than
the nonmentored individuals. Informal proteges had significantly higher scores on the
organizational, socialization, satisfaction, and salary subscales compared to nonmentored
individuals. Researchers concluded this was due to the added information and support
proteges received from their mentor in comparison to the nonmentored counterparts. The
study concluded that career functions had a significant effect on intrinsic satisfaction,
socialization goals, politics, and history. However, psychosocial functions were only
found to have a minimal effect.**
In 1984, Burke conducted a study on mentoring in organizations. His sample
consisted of eighty men and women that attended management development classes. The
results showed that proteges felt their mentor had a tremendous effect on their career
satisfaction. The five most common roles the mentors played were: positive role model,
built self confidence, went to bat for them, teacher, coach, trainer, and used job tasks to
enhance the protege’s skills. Findings showed that mentors taught their proteges ways of
dealing with people, increased self confidence, managerial and technical skills, insights
^'‘Georgia T. Chao, Pat M. Walz, and Philip D. Gardner, “Formal and Informal
Mentorship: A Comparison ofMentoring Functions and Contrast with Nonmentored
Coimterparts,” Personnel Psychology 45, no. 3 (1992): 621-633.
^^Ibid.
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about themselves, ways to approach problems, approaches to work, and greater
understanding of their organization.** These findings coincide with the career and
psychosocial functions and consequences identified by Kram.
Collins conducted a study to determine ifmentorship affects social worker’s career
success, career satisfaction, and income level. A questionnaire was mailed to professionals
that served as field practicum supervisors for social work students enrolled in a Council
of Social Work Education Program. The questionnaire was pretested for a year and
contained items similar to Riley and Wrench, Levinson and others, and Kanter’s research
on mentorship and career satisfaction. The results of the study were consistent with other
studies that found proteges to have greater levels of career success and job/career
satisfaction. Social workers that served as both a mentor and a protege had the highest
level of career satisfaction, followed by those that had only been a protege.*’
A study conducted by Koberg and others found mentoring to be a strong predictor
of job satisfaction. The study used a sample of 635 full time working professionals from
a private hospital. A self report questionnaire was used that incorporated a mentoring
scale developed by Noe and a job satisfaction measure developed by Forgionne and
Peeters. To analyze the data Koberg and others used a multivariate analysis of covariance
and a univariate analysis of variance. Koberg and others were able to conclude that when
mentorships communicate the culture, roles, rules, norms, structure, values, and
^^Ronald J. Burke, “Mentors in Organizations,” Group and Organization Studies
9, no. 3 (September 1984): 355-367.
^Collins, 414-417.
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consequences of behaviors in an organization, the protege is able to improve his sense of
competence. This in turn can help countervail organizational factors that can contribute
to job dissatisfaction and alienation.^*
According to Riley and Wrench, different levels of mentoring were significantly
related to career success and satisfaction. They conducted a study using a sample of
female lawyers from Oregon. The researchers defined mentorship using provisions,
emotion, self concept, and resources as subscales on a survey. Based on the participants
responses, they were able to determine if they were truly mentored, group mentored, or
nonmentored. The answers were then correlated with a scale measuring success and
satisfaction. The results showed truly mentored lawyers to have higher levels of career
satisfaction in comparison to group mentored and nonmentored individuals.^’
In 1992, Scandura conducted a study that assessed how each of the mentoring
functions affected the career mobility ofmanufacturing managers. It was hypothesized that
vocational mentoring (career function) and psychosocial mentoring would be positively
related to performance ratings, salary level, and promotions. Performance ratings, salary,
and promotions are factors of job satisfaction. Scandura created a mentorship scale
consisting of eighteen items divided into three factors. Eight items measured vocational
functioning, seven items measured role modeling, three items measured social support.
A sixteen item scale measuring the career mobility of the participants was also used. The
^*Koberg and others, 227-235.
^’Sandra Riley and David Wrench, “Mentoring Among Women Lawyers,” Journal
of Applied Social Psychology 15, no. 4 (1985): 375-385.
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results from the hierarchical regression showed that vocational mentoring was significantly
related to the manager’s promotion rate and social support was positively related to the
salary level. These findings correspond with other studies that correlate mentorship with
positive career outcomes and satisfaction.®^
According to Fagenson, mentored individuals have significantly higher levels of job
satisfaction, career mobility, recognition, and promotions than nonmentored individuals.
The sample consisted of two hundred forty eight individuals employed in the health care
industry. The researcher simply asked the participants if they had a mentor and measured
job satisfaction by a modified scale of the Job Diagnostic Survey and Management Survey
Audit. The results of Fagenson’s study coincide with research findings of Collins, Whitely
and Coetsier, and Scandura.*^
Mobley, Jaret, Marsh, and Lim conducted a study to determine if lawyers with
mentors had a higher level of job satisfaction and better employment situations than
nonmentored lawyers. They used a sample of female minority lawyers in the state of
Georgia. The researchers used a questionnaire to ask participants if they had a mentor, a
general satisfaction question, and nine items that evaluated their employment situations.
The findings of the study revealed that lawyers with mentors received additional support
which enhanced chances for job satisfaction and career success. In a simple regression
®°Terri A. Scandura, “Mentorship and CareerMobility: An Empirical
Investigation,” .Toumal ofOrganizational Behavior 13, no. 2 (1992): 170-173.
*'Ellen A. Fagenson, “The Mentor Advantage: Perceived Career/Job Experiences
ofProteges Versus Non-Proteges,” Journal of Organizational Behavior 10, no. 4 (1989):
311-316.
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equation, having a mentor raised the predicted level of job satisfaction by almost two
points. Mentorship correlated higher with job satisfaction than income, sex, and size of
organization, which suggests that mentoring makes a positive difference for lawyers.“
In a study by Whitely and Coetsier, they examined the relationship between
mentoring and career outcomes. The study focused on the career mentoring function,
which is defined as short term and less inclusive developmental process. The researchers
controlled for the following variables; demographic, work involvement, position and
organization, and human capital. According to Whitely and Coetsier, career mentoring
is highly correlated with career satisfaction. Mentoring was found to contribute to the
number of promotions a protege received. Proteges that received more mentoring were
more satisfied with their general work situation. The control variables helped rule out
rival explanations and strengthened the possible relationship between mentorship and
career outcomes.“
According to Burke, McKenna, and McKeen, mentorships differ significantly from
supervisory relationships. The managers provide more psychosocial functions in
mentoring relationships. The protege has greater career satisfaction and promotions in
comparison to typical employees.®^ Taibbi identified the skills and tasks a supervisor must
“Mobley and others, 81-95.
®^William T. Whitely and Pol Coetsier, “The Relationship ofCareer Mentoring to
Early Career Outcomes,” Organization Studies 14, no. 3 (1993): 421-437.
^'’Ronald J. Burke, Catherine S. McKenna, and Carol A. McKeen, “How Do
Mentorships Differ From Typical Supervisory Relationships?” Psychological Reports 68,
no. 2 (1991): 461-466.
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add to his/her responsibilities in order to perform as a mentor. Besides performing
training and accountability tasks, the supervisor must invest in a relationship that will
enhance the protege developmental needs. Supervisors usually support the novice and
provide guidance in the profession, so the novice will perform more effectively in the
position. Therefore, the supervisory relationship only serves as a means to an end,
whereas, mentorship is a more profound relationship. Mentorship focus on the protege’s
sense of self, competence, and success in the organization.“
Theoretical Model
The theoretical model used for this thesis was the Systems Theory and Herzberg’s
Two Factor Theory of Job Satisfaction. Systems theory is a means to model the natural
relationships that exist among people. Once an understanding of natural relationships is
gained, we can then use that knowledge to comprehend formed relationships. Systems
theory focuses on the organization and the concept that “the whole is greater than the sum
of the parts.” The key concepts of systems theory are emergence, open systems, negative
entropy, and steady state. The whole, or system being analyzed, possesses emergent
properties that are distinct from the parts that comprise it. The relationships established
amongst the parts that make the whole create these distinct qualities.®® Mentorships have
emergent properties. The mentor and protege have individual characteristics and attributes
®’Robert Taibbi, “Supervisors as Mentors,” Social Work 28, no. 3 (May-June
1983): 237-238.
®®Wayne A. Chess and Julia M. Norlin, Human Behavior and the Social
Fnvironment: A Social Systems Model. 2d ed. (Boston: Allyn and Bacon, 1991), 39.
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they bring to the mentoring relationship. However, once the mentorship is developed, the
relationship takes on qualities of its own.
The concept open systems means that systems are connected to the environment in
which they function. There is an exchange between the environment and the subject
system. The environment gives the subject system ii^ut, which is processed and released
as output.®’ Hunt and Michael stressed the importance of the context within the
mentorships exist. This context included the social network between the mentor and
executives in the organization, protege-peer relations, and protege subordinate relations.®*
Carden suggested that internal issues within the mentor, protege, and between them
as a dyad affects the mentoring relationship. External influences such as issues within their
shared social environment or organization affects the mentorship. For example,
personality conflicts within the dyad, reward system, and culture of the organization
strongly influences the strength, duration, and mentoring functions of the mentorship.®^
Negative entropy is the process of ordering in living things. All forms of social
systems have the capability of growth and development.™ Mentorships develop through
four phases; initiation, cultivation, separation, and redefinition. In each phase, the mentor
®’Ibid., 40.
®*Hunt and Michael, 480.
®’Ann D. Carden, “Mentoring and Adult Career Development: The Evolution of a
Theory,” The Counseling Psychologist 18, no. 2 (1990): 283.
™Chess and Norlin, 41.
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relationship becomes more substantial and mentoring functions are performed.’* The
steady state pertains to the healthy balance of input and output exchanges a system has with
its immediate environment. A steady state means the system is receiving the reciprocal of
what it gives out, therefore maintaining negative entropy.’^ In a mentorship, it is important
for the protege and the mentor to put forth the same amount of effort in order to maintain
an effective relationship. A mentor providing support, knowledge, and advice to a
receptive and ambitious protege will create a mentorship that will continuously grow.
Herzberg’s two factor theory of job satisfaction focuses on two distinct concepts,
job satisfaction and job dissatisfaction. Based on a study about job attitudes and
motivation, Herzberg was able to determine that job satisfaction and job dissatisfaction
exist on two independent continuums. Job satisfaction exists on a continuum that ranges
from no satisfaction to satisfaction. Job satisfaction relates to the psychological growth the
individual experiences from his/her achievement and nature of the work.’^
Herzberg identified five motivators that are intrinsic to the job; achievement,
recognition for achievement, the work itself, responsibility, and growth or advancement.
Job dissatisfaction exists on a continuum ranging from dissatisfaction to no dissatisfaction.
The factors that influence job dissatisfaction are extrinsic in nature and are called hygiene
factors. Company policy and administration, salary, supervision, status, interpersonal
’'Kram, 48-49.
^^Chess and Norlin, 41-42.
’^Frederick Herzberg, “One More Time: How Do You Motivate Employees?,”
Harvard Business Review 46 (1968): 56-58.
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relationships, working conditions, and security all represent hygiene factors of job
dissatisfaction. According to Herzberg, motivators cause job satisfaction and hygiene
factors cause job dissatisfaction.
Research Questions
The purpose of this study was to examine the relationship between mentorship and
job satisfaction from the perspective of the mental health professionals at the Clayton
Mental Health Center. Based on the literature review on mentorship and job satisfaction,
the following research questions arise:
1. Do mental health professionals at Clayton Center tend to have mentors?
2. Are the mental health professionals satisfled with their jobs?
3. Is there a correlation between the speciHc mentoring functions and specific
components of job satisfaction?
DeHnition of Terms
The following terms are operationalized in order to have a better understanding of
the study. Many of the terms were adapted from Kram?^ and Allen and others.’*
Mentorship - is an interpersonal helping relationship between two individuals who are at
different stages in their professional development. Mentors are usually considered more
’'•Ibid.
’^Kram, 38.
’*Allen and others, 9.
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experienced, who support, train, teach the ropes to, or sponsor others as they pursue their
career goals. Although your boss, manager, and/or supervisor can be a mentor, usually
a mentor does not have to involve a day to day formal supervisory relationship. Those that
they mentor are usually referred to as proteges.
Career Functions - are the aspects of the mentorship that enhance promotion in the
organization. Sponsorship, exposure-and-visibility, coaching, protection, and challanging
work assignments are examples of career functions.
Psychosocial Functions - are the aspects that enhance the protege’s sense of proficiency,
self image, and effectiveness in a professional role. Role modeling, counseling,
acceptance-and-confirmation, and friendship are the psychosocial functions a mentor can
provide.
Job Satisfaction - is the affective feelings an individual has about one’s job.
Mental Health Professionals - include bachelor and masters level social workers,





A group research design was utilized to explore the research questions based on
groups of cases. The type of research design which was utilized is identified as an
exploratory study. The exploratory study was conducted using a one-group posttest-only
design. The plan of the study was to investigate mentorship and job satisfaction among
mental health professionals at Clayton Mental Health Center. This research aims to
determine if mentorship improves job satisfaction among mental health professionals at
Clayton Center. The study also aims to determine if specific mentoring functions influence
particular job facets.
Sampling
A non-probability sampling technique was utilized. This technique was used due to
the availability and willingness of the respondents to participate in the study. The researcher
used a convenience sample consisting ofmental health professionals employed by Clayton
Center. The participants consisted of a variety ofmental health professionals, including
social workers, community counselors, pastoral counselors, behavioral therapists,
psychologists, and psychiatrists. There were 12 males and 21 females ranging from 21 to
64 years of age. The educational level of the respondents were bachelors, masters, and
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doctoral degrees. The income levels ranged from below $19,999 to $50,000 +.
Out of the 40 mental health professionals that received a questiotmaire, only 33
responded. The questionnaire was administered February 10, 1998. Each participant was
given a questiormaire, an envelope, and a cover letter explaining the purpose of the study.
Upon completion of the questionnaire, the participants were told to place the questionnaire
in the sealed envelope and send it to Julia Batth at Child and Adolescence services.
Setting and Site
The study was conducted in Riverdale, Georgia, Clayton County. The setting was
Clayton Mental Health Center. Clayton Center is a commimity mental health center that
provides integrated mental health, mental retardation, and substance abuse services. The
Center offers community supports such as outpatient therapy, behavioral health treatment,
specialized services for people with developmental disabilities, respite care, and employment
assistance programs. At the time of the study, the Center was trying to maintain its status
as a public community health center. The state ofGeorgia decided to reduce the amount of
funding it was providing the Center, therefore the Center has to focus on clients that have
insurance, Medicaid, or self-pay based on a sliding scale. If clients do not pay their bills, the
claim will be sent to a collection agency. The Center would become a for-profit agency.
Becoming a for-profit agency would change the type of clients served and make the agency
less accessible to the poor. The mental health professionals at Clayton Center were trying
to adjust to the changes in policy and type of clients served.
Questionnaire
The questiormaire package consisted of a 3-part, 77 item self-report instrument
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construction, based on existing literature regarding variables associated with mentorship and
job satisfaction. The questionnaire took approximately 15-20 minutes for respondents to
complete. The first part of the questionnaire package was a 10 item instrument designed to
elicit information on demographic data.
Part II of the questionnaire package was Noe’s mentoring scale. This item self-
administered questionnaire was used to measure mentorship. This instrument measured two
components ofmentorship; career functions and psychosocial functions. A 5-point Likert
type scale was used with 1= to a very slight extent to 5 = to a very large extent. The internal
consistency of the career and psychosocial functions scale was .82 and .92 respectively. The
intercorrelation between the scales was .49.'
The third part of the questionnaire was the Job Satisfaction Survey (JSS)^ instrument
which consisted of five points of agreement and disagreement. The 37 item self-
administered questionnaire assessed nine job facets; (1) pay, (2) promotion, (3) supervision,
(4) fringe benefits, (5) contingent rewards, (6) operating conditions, (7) co-workers, (8)
nature ofwork, and (9) communication. The questionnaire solicited responses regarding job
satisfaction and are coded in six categories; (1) disagree very much, (2) disagree moderately,
(3) disagree slightly, (4) agree slightly, (5) agree moderately, (6) agree very much. The
overall internal consistency of the survey was .91. The test-retest reliability of the survey
was .71.
'Raymond Noe, “An Investigation of the Determinants of Successful Assigned




Participants were selected from the people that volunteered during a staffmeeting to
be involved in the study. The selection for the study included those who were willing to
answer the questionnaire. An explanation of the study was included in the questionnaire and
served as a cover sheet to the instrument. The participants received the questionnaire on
February 10, 1998 and were given two days to return the completed questionnaires.
Participants were advised to contact the researcher at any time if they had any questions
concerning the study. Follow-up calls were made to insure the questionnaires were returned
and to thank them for their participation.
Data Analysis
The data from this study were analyzed and is presented in Chapter Four. The
software program, Statistical Package for the Social Sciences (SPSS), was used to analyzed
and code the responses. The items on the psychosocial functions scale were 3,4, 5,6,7, 8,
9,10,11,12,13, 14,27,28, and 29. The remaining items represented the career functions
scale. A composite score was obtained for career and psychosocial functions. The scores
for the psychosocial subscale ranged form 15 to 75. Scores between 14 and 29 were
considered low, 30 - 45 was moderate, and 46 - 60 was high levels of career functions. The
scores for the career subscale ranged from 14 to 60. Scores between 15 and 34 were
considered low, 35 - 54 was moderate, and 55 - 75 was high levels of psychosocial
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functions.^
The JSS can be computed into ten scores. The nine subscales of job satisfaction
produce scores as well as the total number of items. To compute the scores, responses to the
individual items had to be summed together. Responses were numbered from 1 to 6. Some
of the questions were scored in a positive direction and others in a negative direction. It was
necessary to reverse the scores of the negative items before summing them together. A
simple way to do this was to subtract 7 from the respondent’s score on the negatively worded
item. The respondent could have a range of4 to 24 on each of the nine subscales and a range
of 36 to 216 on the overall job satisfaction composite. The higher the score the more
satisfied the respondent was with his/her job.'*
A partial correlation was computed between the nine job satisfaction facets, overall
job satisfaction, career functions, and psychosocial functions. The demographic variables
age, degree, income, gender, marital status, and tenure were controlled.
An independent t-test was computed to compare the mean score of respondents with





This chapter represents the statistical analysis and discussion of data for this study.
The constructs addressed were job satisfaction and mentorship. The demographic variables
that were controlled in this study were age, sex, marital status, educational level, income, and
tenure.
Demographic Data
The demographic findings depicted in table 1, indicated that the majority of the
respondents were female (63.6%) and were Caucasian (66.7%). The ages ranged from 21
to 64. Many of the respondents were married (45.5%) and employed with the agency for less
than a year (39.4%). The annual income ranged from under $19,999 to over $50,000.
However, the majority (42.4%) of the respondents earned between $20,000 to $29,999. The
majority of the respondents (66.7%) received their Masters degrees in social work,














21 -31 6 18.2
32-42 10 30.3
43-53 14 42.4








African American 11 33.3
Caucasian 22 66.7
Asian 0 0




Less than a year 13 39.4
1-5 years 11 33.3
6-10 years 6 18.2
11-15 years 2 6.1
16 -20 years 0 0
21 + years 1 3
Income
Under - $19,999 9 27.3
$20,000 - $29,000 14 42.4
$30,000 - $39,999 5 15.2
$40,000 - $49,999 3 9.1




















Table 2 indicates that the majority of the mental health professionals were social
workers (42.4%). There were 24.2% who were community counselors; 12.1% who were
behavioral therapists; 9.1% who were psychiatrist; 9.1% who were psychologists; and 3%
who was a pastoral counselor.
TABLE 3
FREQUENCY TABLE FOR POPULATON SERVED
Population N%
Children and Adolescents 7 21.2
Adults 16 48.5
Families and Groups 3 9.1
All of the Above 7 21.2
Table 3 indicates that the majority (48.5%) of the respondents served adults. There
were 21.2% who worked with children and adolescents; 9.1% who worked with families and
groups; and 21.2% who worked with all of the above.
Job Satisfaction
Respondents were asked to rate their level of job satisfaction. Responses to
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statements made regarding job satisfaction are depicted in table 4.
TABLE 4
















Variable N % N % N % N % N % N %
1. Being paid a fair
amount for work I
do. 14 42.4 5 5.2 2 6.1 5 15.2 7 21.2 0 0
2. Little chance for
promotion. 6 18.2 9 27.3 5 15.2 2 6.1 8 24.2 3 9.1
3. Supervisor is
competent in doing
his/her job. 2 6.1 2 6.1 3 9.1 9 27.3 5 15.2 12 36.4
4. Not satisfied with
benefits. 7 21.2 8 24.2 7 21.2 5 15.2 1 3 5 15.2
5. When I do a good
job, I receive the
recognition I
deserve. 2 6.1 7 21.2 5 15.2 8 24.2 6 18.2 5 15.2
6. Rules/procedures
make doing a job
difficult. 3 9.1 4 12.1 4 12.1 6 18.2 6 18.2 5 15.2
7. I like the people I
work with. 0 0 0 0 1 3 4 12.1 11 33.3 17 51.5
8. I sometimes feel
my job is
meaningless. 18 54.5 6 18.2 1 3 5 15.2 3 9.1 0 0
9. Communications
seem good with
this organization. 9 27.3 3 9.1 6 18.2 6 18.2 6 18.2 3 9.1
10. Raises are too few
and far between. 2 6.1 1 3 3 9.1 11 33.3 3 9.1 13 39.4
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TABLE 4 - Continued
Variable N % N % N % N % N % N %
11. Those who do well
on the job stand a
chance of
promotion.
12. Supervisor is unfair
to me.
13. Benefits are as
good as other
organizations offer.
14. I do not feel the
work I do is
appreciated.




16. Work harder at my
job because of the
incompetence of
people I work with.
17. I like doing the






when I think about
what they pay me.
20. People get ahead as
fast here as they do
in other places.
21. Supervisor shows






5 15.2 6 18.2
16 48.5 7 21.2
3 9.1 3 9.1
7 21.2 3 9.1
4 12.1 7 21.2
13 39.4 3 9.1
2 6.1 0 0
8 24.2 10 30.3
6 18.2 3 9.1
3 9.1 8 24.2
12 36.4 2 6.1
4 12.1 4 12.1
6 18.2 6 18.2
6 18.2 1 3
5 15.2 6 18.2
5 15.2 11 33.3
8 24.2 7 21.2
5 15.2 8 24.2
0 0 6 18.2
6 18.2 6 18.2
7 21.2 6 18.2
9 27.3 9 27.3
4 12.1 6 18.2
2 6.1 8 24.2
8 24.2 2 6.1
3 9.1 0 0
11 33.3 5 15.2
6 18.2 1 3
5 15.2 2 6.1
4 12.1 0 0
11 33.3 14 42.4
2 6.1 13
4 12.1 7 21.2
2 6.1 2 6.1
4 12.1 5 15.2
9 27.3 6 18.2
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TABLE 4 - Continued
Variable N % N % N % N % N % N %
23. There are few
rewards for those
who work here. 6 18.2 3 6.1 10 30.3 5 15.2 5 15.2 4 12.1
24. I have too much to
do at work. 5 15.2 3 9.1 3 9.1 7 21.2 9 27.3 6 18.2
25. I enjoy my co¬
workers. 0 0 0 0 1 3 6 18.2 9 27.3 17 51.5
26. I do not know what
is going on in the
organization. 3 9.1 6 18.2 2 6.1 11 33.3 9 27.3 2 6.1
27. I feel a sense of
pride in doing my
Job. 0 0 0 0 0 0 6 18.2 10 30.3 17 51.5
28. Satisfied with my
chances for salary
increases. 4 12.1 7 21.2 6 18.2 9 27.3 3 9.1 4 12.1
29. Benefits we do not
have which we
should. 2 6.1 3 9.1 8 24.2 7 21.2 6 18.2 7 21.2
30. I like my
supervisor. 1 3 3 9.1 2 6.1 3 9.1 12 36.4 12 36.4
31. I have to much
paperwork. 2 6.1 2 6.1 1 3.1 3 9.1 9 27.3 16 48.5
32. Efforts are not
rewarded the way
they should be. 4 12.1 4 12.1 4 12.1 5 15.2 14 42.4 2 6.1
33. Satisfied with my
chances for
promotion. 4 12.1 5 15.2 2 6.1 7 21.2 11 33.3 4 12.1
34. Too much
bickering/fighting
at work. 6 18.2 5 15.2 5 15.2 5 15.2 4 12.1 8 24.2
35. My job is
enjoyable. 0 0 1 3 0 0 7 21.2 12 36.4 13 39.4
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TABLE 4 - Continued
Variable N % N % N % N % N % N %
36. Work assignments
are not fully
explained. 8 24.2 4 12.1 6 18.2 6 18.2 6 18.2 3 9.1
37. All in all I am
satisfied with my
job. 0 0 1 3 2 6.1 8 24.2 14 42.2 8 24.2
The job satisfaction scale was compiled into nine subscales consisting of pay,
promotion, supervision, fringe benefits, contingent rewards, operating conditions, co¬
workers, nature ofwork, and communication. An additional composite score was computed
to determine the overall job satisfaction of the respondents. The findings of the respondents
combined scores to each subscale were depicted in table 5.
TABLE 5

























































Table 5 indicates that the majority ofthe mental health professionals (69.7%) had high
levels of job satisfaction. Most of the respondents (51.5%) were experiencing moderate
levels of satisfaction with the communication within the organization; 54.5% had low levels
of satisfaction with pay; 42.4% had moderate levels of satisfaction with opportunity for
promotion; 48.5% had high levels of satisfaction with supervision; 60.6% had moderate
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levels of satisfaction with fringe benefits; 57.6% had moderate levels of satisfaction with
contingent rewards; 54.5% had moderate levels of satisfaction with operating conditions;
51.5% had moderate levels of satisfaction with co-workers; and 69.7% had high levels of
satisfaction with their nature ofwork.
Mentorship
TABLE 6




Table 6 indicates that the majority of the respondents (63.6%) had mentors. The
remaining 36.4% of the respondents did not have mentors.
Respondents were asked to determine whether they received mentoring functions. The
findings of the respondents’ responses to statements made regarding mentorship functions
are depicted in table 7.
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TABLE 7
FREQUENCY DISTRIBUTION OF MENTORING FUNCTIONS








1 2 3 4 5
Variable N % N % N % N % N %
1. Mentor shared history
of his/her career. 0 0 2 9.5 4 19 7 33.3 8 38.1
2. Mentor encouraged
you to prepare for
advancement. 1 4.8 0 0 5 23.8 7 33.3 8 38.1
3. Mentor encouraged
new ways ofbehaving
in my job. 1 4.8 1 4.8 2 9.5 8 38.1 9 42.9
4. I try to imitate the
work behavior ofmy
mentor. 1 4.8 1 4.8 2 9.5 11 52.4 6 28.6
5. I agree with my
mentor’s attitudes/
values regarding
education. 1 4.8 0 0 1 4.8 9 42.9 10 47.6
6. I respect and admire
my mentor. 0 0 1 4.8 0 0 6 28.6 14 66.7
7. Try to be like my
mentor when I reach a
similar position in my
career. 1 4.8 0 0 2 9.5 8 38.1 10 47.6
8. Mentor has demonstra¬
ted good listening
skills in our
conversation. 0 0 0 0 1 4.8 5 23.8 5 71.4
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TABLE 7 - Continued
Variable N % N % N % N % N %





ship with peers and
supervisors or work/
family conflicts. 0 0 0 0 1 4.8 11 52.4 9 42.9
10. Mentor shared personal
experience as an alter¬
native perspective to
my problems. 0 0 2 9.5 0 0 12 57.1 7 33.3
11. Mentor encouraged me
to talk openly about
anxiety and fears that




discussed with him/her. 0 0 1 4.8 2 9.5 8 38.1 10 47.6
13. Mentor kept feelings
and doubts I shared
with him/her in strict
confidence. 0 0 0 0 2 9.5 9 42.9 10 47.6
14. Mentor has conveyed
feelings of respect for





promotion. 2 9.5 1
16. Mentor helped you
finish assignments/tasks
that would have been
difficult to complete. 3 14.3 1
17. Mentor helped you
meet new colleagues. 1 4.8 3
4.8 8 38.1 5 23.8 5 23.8
4.8 7 33.3 6 28.6 4 19
14.3 2 9.5 10 47.6 5 23.8
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TABLE 7 - Continued
Variable N % N % N % N % N %







with people who may
judge your potential for
future advancement. 6
23.8 1 4.8 4 19 5 23.8 6 28.6
28.6 1 4.8 5 23.8 4 19 5 23.8
20. Mentor gave assign¬
ments/tasks in your
work that prepare you
for an administrative
position.









5 23.8 1 4.8 4 19 6 28.6 5 23.8
2 9.5 2 9.5 3 14.3 6 28.6 8 38.1




goals. 0 0 0 0 5 23.8 9 42.9 12 33.3
24. Mentor shared ideas




objectives. 0 0 0 0 3 14.3 9 42.9 9 42.9
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TABLE 7 - Continued
Variance N % N % N % N % N %
26. Mentor gave you feed¬
back regarding your
performance in your
present job. 2 9.5 0 0 4 19 6 28.6 9 42.9
27. Mentor has invited me
to Join him/her for
lunch. 5 23.8 1 4.8 3 14.3 6 28.6 6 28.6




at work. 5 23.8 0 0 4 19 7 33.3 5 23.8
29. Mentor has interacted
with me socially
outside ofwork. 6 28.6 1 4.8 3 14.3 5 23.8 5 23.8
Thementorship functions depicted in table 7, were compiled into two subscales, career
and psychosocial functions. The findings of the respondents combined scores to each
subscale were depicted in table 8.
TABLE 8
FREQUENCY DISTRIBUTION FOR MENTORING FUNCTIONS SUBSCALES










Table 8 indicates that the majority of the mental health professionals with mentors
(52.4%) received high levels ofcareer functions from theirmentors. Most ofthe respondents
(66.7%) also received high levels of psychosocial functions from their mentor.
Inferential Statistics
TABLE 9
CORRELATION MATRIX FORMENTORING FUNCTIONS AND JOB FACETS
Controlling for ...Age Degree Income Gender Marital Status Tenure
Career Psychosocial
Rewards -.1496 -.1841
p = S95 /? = .511
Supervisor .1740 .1176
P = 535 p =.676
Nature -.3288 -.1011
P = .232 p =.720
Operate .6362 .7174
P = .011 p = .003
Overall .0101 .0471
P.912 p = .868
Pay .0197 - .0984
/»=.944 p.121
Promotion -.1066 .0000
P = .705 ;?= 1.0000
Communication .1198 .0894
P = .671 II
Co-workers -.2065 .0861
P = .460 p = .760
Fringe -.0099 -.0133
P =.972 p =.963
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As table 9 indicates, a partial correlation was computed between the nine subscales
ofjob satisfaction, overall job satisfaction, career functions, and psychosocial functions. The
demographic variables age, degree, income, gender, martial status, and tenure were
controlled. Career functions correlated with operating conditions at r = .63, /? < .01.
Psychosocial functions correlated with operating conditions at r= .71, /7<.01. Career and
psychosocial functions did not correlate significantly with any other job satisfaction
subscales.
TABLE 10
/-TEST FOR INDEPENDENT SAMPLES OF MENTOR AND OVERALL JOB SATISFACTION
Variable Number of Cases Mean Standard Deviation
OVERALL
yes 21 20.8985 2.657
no 12 19.4167 3.288
t= \.^^,df='i\,p>.Q5
As indicated in table 10, an independent t-test was computed to compare the means
of respondents with mentors and respondents without mentors based, on overall job
satisfaction. Respondents with mentors did not have significantly higher levels of overall
job satisfaction, with t = 1.33,/? > .05.
CHAPTERV
SUMMARY AND CONCLUSIONS
The purpose of this study was to examine the relationship between mentorship and
job satisfaction from the perspective ofthe mental health professionals at the Clayton Mental
Health Center. The demographic variables surveyed were age, sex, income, tenure, marital
status, and educational level.
The results of the study revealed that the sample ofmental health professionals are
satisfied with their jobs and have mentors. The age of the participants ranged from 21 to 64.
Most ofthe mental health professionals were married and had a master’s degree. The annual
income indicated that the average income was in the lower to upper middle class range.
Although the data revealed that more of the participants were female mental health
professionals, there were a greater number ofmales who were identified than were expected.
Most of the participants were employed by the agency for under one year.
The overall findings on the mentorship scale revealed that respondents received high
levels of career and psychosocial fimctions. The mean score for career functions was 47.47
and the standard deviation was 12.47. The respondents reported that they received high
levels of sponsorship, exposure and visibility, coaching, protection, and challenging
assignments which are the core components of career functions. The mean score for
psychosocial functiohs was 52.82 and standard deviation was 13.46. The mental health
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professionals reported high levels of psychosocial functions consisting of friendship, role
modeling, acceptance and confirmation, and counseling from their mentors.
The overall findings on communicationwithin the organization revealed that workers
were only moderately satisfied with communication levels. The mental health professionals
were not always clear about the goals of the organization and the work assignments they
were expected to complete. At times, they felt like they were unaware ofwhat was going in
the organization.
The mental health professionals reported having moderate levels of satisfaction with
their co-workers. Respondents felt that their co-workers were occasionally incompetent and
bickered too much. However, for the most part they liked their co-workers and enjoyed
working with them.
The respondents reported having moderate levels of satisfaction with the fringe
benefits offered by the organization. They felt that some of the benefits received were
equitable and comparable to benefits received at other organizations. However, there were
benefits that the mental health professionals did not receive which they felt should be offered
by the organization.
The overall findings of the job facet, nature ofwork, revealed that the mental health
professionals had high levels of satisfaction with the type ofwork they did. They liked the
things they did at work and found the job enjoyable. Many of the respondents felt their job
was meaningful and took a sense ofpride in doing their job.
The operating condition of the organization elicited a moderate degree of satisfaction
in the mental health professionals. The workers felt efforts to do a good job were sometimes
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hindered by the bureaucracy in the organization. Paperwork and the work in general
sometimes became overwhelming.
Workers reported having low levels ofsatisfaction with their pay. They felt there was
too little chance for a salary increase and the pay was not equivalent to the amoimt ofwork
they do. The mental health professionals did not always feel the organization appreciated
them when they thought about their salary.
The overall findings on promotion opportunities revealed that the respondents were
moderately satisfied with their chances for advancement. Promotions were felt to take place
sometimes as quickly as it did in other organizations. On occasion, those who were
successful in the organization were overlooked for promotions.
The mental health professionals were moderately satisfied with contingent rewards
given by the organization. The respondents felt that the work they did was sometimes
unappreciated and the rewards for good performance were given out too infrequently.
However, most of the time, when an employee did a good job they were given recognition.
Supervision within the organization gave the mental health professionals high levels
of satisfaction. The respondents thought their supervisors were fair and had an interest in
their concerns. All in all, the mental health professionals liked their supervisor and felt
he/she was competent in their job performance.
The outcome of the partial correlation between psychosocial functions and operating
conditions scores, controlling for age, degree, income, gender, martial status, and length of
employment was r=n\,p < .01. The correlation between career functions and operating
conditions was r= .63, /?< .01, which indicates the presence of a statistically significant
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positive correlation between the two variables. Psychosocial and career functions did not
significantly correlate with any of the other job satisfaction facets. The fact that the two
mentoring functions correlated with the same job satisfaction facet, correlates with Kram’s
findings that career and psychosocial functions are interrelated and not exclusive. The
findings of this study did not correlate with Scandura’s research, which found that career
functions were related to promotion, and psychosocial functions were related to salary.
The results ofan independent samples t-test between mentors revealed that there was
no statistical difference between respondents withmentors and respondents withoutmentors,
with reference to overall job satisfaction, with t= 1.33, df= 32, p> .05. This finding was
contradictory to similar research studies. This could result from the fact that the majority of
the respondents worked for the organization for less than a year. Therefore, they may not
have experienced the full magnitude ofall of the job facets. Their job satisfaction score may
have been prematurely assessed. Clayton Center is moving toward privatization zind has
started to increase the number ofprograms and services. The Center has received additional
funding from the Regional Board and plans to maintain services in the community.
Therefore, they have hired new employees to operate the new services. Clayton Center has
also changed administration and enforced new policies. The organizational climate of
Clayton Center has changed. These factors may have influenced the sample as well as their
job satisfaction scores.
Given the current literature and research findings, mental health agencies (including
social work organizations) should try to initiate mentorship programs or create organizational
structures that are conducive to their creation. Although, the findings indicated that the
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respondents with and without mentors had moderate to high levels of job satisfaction, the
agency should still take the necessary precautions to ensure that the employees maintain
moderate to high levels ofjob satisfaction.
Limitations of the Study
The following factors limits the generalizations to be drawn from the results of this
study.
1. The study was limited to the sample population and therefore the result cannot be
generalized to other populations.
2. Information obtained in the survey was based on self reports and possibly biased.
3. The correlation study does not permit establishing causality.
4. The majority of the respondents were employed with the organization for less than
a year and may not have experienced the full array of the job facets, therefore,
affecting their job satisfaction scores.
Suggested Research Directions
Future studies should address the limitations cited. A larger sample size of randomly
selected subjects could increase the power of the statistical analysis. Research can also be
done to determine how prevalent mentorships are in social work agencies and what factors
can be impeding their existence. Also, research examining the structure and processes in
an organization that reinforce or hinder the mentoring relationship are important for future
studies. It is recommended that future studies be conducted on the possible negative aspects
of the mentoring relationship on the mentor, protege, and organization. Research involving
longitudinal research designs could more clearly establish the matter of causation for the
relationship between mentor and job satisfaction ofproteges.
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Future research should be conducted on job satisfaction and its possible causal
influence on deciding to become a mentor. Individuals may decide to become mentors
because they are satisfied with their jobs and may want to share this experience with a new
employee just entering the profession. Studies should address the impact that mentorship
has directly on the organization. Mentorship has been proven to have a positive influence
on an employee’s job satisfaction, but is it possible that mentoring relationships can
influence organizational culture. Further research is also needed that explores mentorship
on a theoretical basis. The majority of research constructs are embedded in theoretical
explanations. This is not the case for the concept of mentorship. Empirical studies on
mentoring relationships have not used a methodology that attempted to develop a specific
theoretical framework formentorship. The social learning theory has been used to analyze
mentoring, but limited studies have conducted empirical research on the issue. It is
recommended that future studies investigate the effect that a change of administration can
have on workers and newly hired employees’ job satisfaction. Mentorship may play a key
role in improving the job satisfaction ofworkers in a newly structured organization.
CHAPTER VI
IMPLICATIONS FOR SOCIAL WORK PRACTICE
There are several implications for social work practice, theory, and research
knowledge. Numerous social workers are mental health professionals that provide integrated
mental health, mental retardation, and substance abuse services to children, adolescents,
families, and adults.
Social workers have an ethical responsibility to help others in need and provide them
with the tools to become self sufficient. This ethical principle transcends from the client as
well as to their colleagues. The social work profession is based on humanistic values. Even
though mentorships have been found to have a positive influence on job satisfaction and the
competence of the individual, few agencies promote this relationship. Social work
organizations need to recognize the strength that mentorships can have in promoting job
satisfaction which influences the individual’s job proficiency. The social work profession
needs to clearly address the developmental needs ofnew incoming social workers. Studies
on mentorship have found that supervisors can be valuable mentors to novice workers.
Supervisors that provide mentoring functions enable the novice worker to cope with work-
related stress that may have become overwhelming. However, due to the fact that many
agencies focus on time limited contacts and high volume caseloads, interaction with
supervisors can be restricted. As funding and manpower is reduced in agencies serving
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growing populations, the need for mentorships will become more apparent.
Social workers entering the field, from a practice perspective must be alert to the
factors that contribute to job satisfaction and lack their of. If forming a mentoring
relationship will be beneficial to their success in the organization and improve job
satisfaction, the agency should be supportive.
Mentoring fimctions correlated with the operating conditions of the organization.
This has important implications for the social work profession. Social workers must deal
with extensive amounts of paperwork and the bureaucracy that exists in many agencies.
Unfortunately, these are aspects of the job that a social worker must learn to accommodate
into their role. The findings of this study suggest that the mentoring functions provided in
amentorship can possibly help the worker cope with the strain that operating conditions may
place on them.
Social workers should be aware of the dynamics in a mentor-protege relationship as
well as the positive and negative aspects of the relationship. Mentorships can be suggested
as a form of intervention for a client. The clinician can advise the client on how to pursue,
establish, or maintain an effective mentoring relationship. Clients may also come for
assistance because amentoring relationship has become detrimental to his/her success. An
experienced clinician will be knowledgeable of the stages ofdevelopment and the function
that mentorships can serve in an individual’s personal and career development. Therefore,
the social worker can provide support in helping the client work out problems experienced
in the mentoring relationship.
Job satisfaction is becoming an even more viable affect that social workers must
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possess. Similar to Clayton Center, other social work agencies are converting into for-profit
organizations or into managed care systems. Social workers are then required to provide
brief therapy for clients in order to maintain a cost effective program. Studies have found
that high levels ofjob satisfaction improved the employees’ work methods, cooperation with
others, and maintenance of quality standards. These are all requirements that the new age
social worker will need in order to conduct therapy in a time structured and cost efficiency
program. Mentorships can possibly be a resource that can help promote job satisfaction and







Dear Mental Health Professionals:
I am a second year MSW student at Clark Atlanta University. In pursuit ofmy graduate
degree, I am conducting a survey designed to assess mentorship and job satisfaction among
mental health professionals. Please assist me by completing the attached questionnaire.
Your participation is strictly voluntary. If you chose to participate, your assistance in
completing this questionnaire will enable me to evaluate the factors ofmentoring functions
that contribute to job satisfaction.
Please be assured that your answers will be completely anonymous. At no point will your
name be associated with your completed questionnaire. There is no risk to your job or
identify ifyou participate in the study. There will be no right or wrong answers. You are
asked only to give your honest opinion. If however, you do not wish to complete the
questionnaire please return it to Ms. Batth’s mailbox located in the Flint River Center.
It is my hope that the research will contribute to a better understanding of mentoring
relationships and factors that can improve job satisfaction among mental health
professionals. Also this informadon will have the pracdcal benedt for suggesdon
modificadons in organizadonal culture and job design that may promote job sadsfacdon.
Thank you for pardcipadng and completing this quesdonnaire. Ifyou would like to find out
the results of this study, please contactme through ClarkAdanta University Graduate School
of Social Work at 404-880-8555.
Please return your quesdonnaire in the envelope provided. Please place the sealed envelope








Please respond as honestly as you can. Please place a check mark (X) next to the
answer that bests describes your desired response.1.What is your gender?
1. Male
2. Female









3. Community Counselor _
4. Pastoral Counselor _
5. Psychiatrist _
6. Psychologist _




















7. What population do you serve?
1. Children and Adolescents
2. Adults
3. Families and Groups
4. All of the above
8. How long have you worked for Clayton County Mental Health Center?
1. Less than a year





9. What is your annual income?
1. Under-$19,999
2. $20,000 - $29,999
3. $30,000 - $39,999
4. $40,000 - $49,999
5. $50,000+




















1. I feel I am being paid a fair amount for the work I do.
1 2 3 4 5 6
2. There is really too little chance for promotion on my job.
1 2 3 4 5 6
3. My supervisor is quite competent in doing his/her job.
1 2 3 4 5 6
4. I am not satisfied with the benefits I receive.
1 2 3 4 5 6
5. When I do a good job, I receive the recognition for it that I should receive.
1 2 3 4 5 6
6. Many of our rules and procedures make doing a good job difficult.
1 2 3 4 5 6
7. I like the people I work with.
1 2 3 4 5 6
8. I sometimes feel my job is meaningless.
1 2 3 4 5 6
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9. Communications seem good with this organization.
1 2 3 4 5 6
10. Raises are too few and far between.
1 2 3 4 5 6
11. Those who do well on the job stand a fair chance of being promoted..
1 2 3 4 5 6
12. My supervisor is unfair to me.
1 2 3 4 5 6
13. The benefits we receive are as good as most other organization offer.
1 2 3 4 5 6
14. I do not feel that the work I do is appreciated.
1 2 3 4 5 6
15. My efforts to do a good job are seldom blocked by red tape.
1 2 3 4 5 6
16. I find I have to work harder at my job because of the incompetence of people 1 work
with.
1 2 3 4 5 6
17. I like doing the things I do at work.
1 2 3 4 5 6
18. The goals of this organization are not clear to me.
1 2 3 4 5 6
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19. I feel unappreciated by the organization when I think about what they pay me.
1 2 3 4 5 6
20. People get ahead here as fast as they do in other places.
1 2 3 4 5 6
21. My supervisor shows too little interest in the feelings of subordinates.
1 2 3 4 5 6
22. The benefit package we have is equitable.
1 2 3 4 5 6
23. There are few rewards for those who work here.
1 2 3 4 5 6
24. I have too much to do at work
1 2 3 4 5 6
25. I enjoy my coworkers.
1 2 3 4 5 6
26. I often feel that I do not know what is going on with the organization.
1 2 3 4 5 6
27. I feel a sense ofpride in doing my job.
1 2 3 4 5 6
28. I feel satisfied with my chances for salary increases.
1 2 3 4 5 6
29. There are benefits we do not have which we should have.
1 2 3 4 5 6
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30. I like my supervisor.
1 2 3 4 5 6
31.1 have too much paperwork.
1 2 3 4 5 6
32. I don’t feel my efforts are rewarded the way they should be.
1 2 3 4 5 6
33. lam satisfied with my chances for promotion.
1 2 3 4 5 6
34. There is too much bickering and fighting at work.
1 2 3 4 5 6
35. My job is enjoyable.
1 2 3 4 5 6
36. Work assignments are not fully explained.
1 2 3 4 5 6
37. Think about your job in general, all in all 1 am satisfied with my job.




Mentorship is an interpersonal helping relationship between two individuals who are
at different stages in their professional development. Mentors are usually considered
more experienced, who support, train, teach the ropes to, or sponsor others as they
pursue their career goals. Although your boss, manager, and/or supervisor can be a
mentor, usually a mentor does not have to involve a day to day formal supervisory
relationship. Those that they mentor are usually referred to as proteges.
Based on this definition, do you have a mentor?1.Yes 2. No
If the answer to the above question is no. do not complete the rest of the questionnaire.
Directions: Please circle the number that most clearly corresponds to your individual
opinion.
To a Very To a Slight To a
Slight Extent Extent Moderate
Extent
1 2 3
1. Mentor has shared history of his/her career with you.
1 2 3 4 5
2. Mentor has encouraged you to prepare for advancement.
1 2 3 4 5
3. Mentor has encouraged me to try new ways ofbehaving in my job.
1 2 3 4 5
4. I try to imitate the work behavior ofmy mentor.
1 2





5. I agree with my mentor’s attitudes and values regarding education.
1 2 3 4 5
6. I respect and admire my mentor.
1 2 3 4 5
7. I will try to be like my mentor when I reach a similar position in my career.
1 2 3 4 5
8. M mentor has demonstrated good listening skills in our conversation.
1 2 3 4 5
9. My mentor has discussed my questions or concerns regarding feelings of competence,
commitment to advancement, relationships with peers and supervisors, or work/family
conflicts.
1 2 3 4 5
10. My mentor has shared personal experiences as an alternative perspective to my problems.
1 2 3 4 5
11. My mentor has encouraged me to talk openly about anxiety and fears that detract from
my work.
1 2 3 4 5
12. My mentor has conveyed empathy for the concerns and feelings I have discussed with
him/her.
1 2 3 4 5
13. My mentor has kept feelings and doubts I shared with him/her in strict confidence.
1 2 3 4 5
14. My mentor has conveyed feelings of respect for me as an individual.
1 2 3 4 5
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15. My mentor reduced urmecessary risks that could threaten the possibility of receiving a
promotion.
1 2 3 4 5
16. Mentor helped you finish assignments/tasks or meet deadlines that otherwise would have
been difficult to complete.
1 2 3 4 5
17. Mentor helped you meet new colleagues.
1 2 3 4 5
18. Mentor gave you assignments that increased written and personal contact with
administrators.
1 2 3 4 5
19. Mentor assigned responsibilities to you that have increased your contact with people in
the organization who may judge your potential for future advancement.
1 2 3 4 5
20. Mentor gave you assignments or tasks in your work that prepare you for an
administrative position.
1 2 3 4 5
21. Mentor gave you assignments that present opportunities to learn new skills.
1 2 3 4 5
22. Mentor provided you with support and feedback regarding your performance as a mental
health professional.
1 2 3 4 5
23. Mentor suggested specific strategies for achieving your career goals.
1 2 3 4 5
76
24. Mentor shared ideas with you.
1 2 3 4 5
25. Mentor suggested specific strategies for accomplishing work objectives.
1 2 3 4 5
26. Mentor gave you feedback regarding your performance in your present job.
1 2 3 4 5
27. Mentor has invited you to join him/her for lunch.
1 2 3 4 5
28. Mentor has asked you for suggestions concerning problems she/he has encoxmtered at
work.
1 2 3 4 5
29. Mentor has interacted with you socially outside ofwork.
1 2 3 4 5
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